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OFFICER EVALUATION REPORT (OER)

Validation:

1. ADMINISTRATIVE DATA (YYYYIMM/DD)
2. NAME (Last) (ntials)  |b. SSN ¢. RESERVE STATUS/ DRILLS CONDUCTED . GRADE |e. DATE OF RANK
- . ot Jmosw [ o DRILLS I
1. UNIT 0. ATU- OPFAC h. DAYS NOT OBSERVED i. DATE REPORTED
- W OTHER / /
. PERIOD OF REPORT (YYYY/MM/DD) k. OCCASION FOR REPORT (Mark orly one) 1. EXCEPTION REPORT m. DATE SUBMITTED
: ~~. Annual ~~ Detachment/Change of h ~ , ~
I 10 I (G R~ Rg‘g,ﬁ,ﬁ“;"o‘{f?c;“ge° () Detaehment " promofion () opecia () Concurrent I

2. DESCRIPTION OF DUTIES:

ATTACHMENTS:

e and to get things done.

3. PERFORMANCE OF DUTIES: Measures an officer's ability to mana:
3

a. PLANNINGAND. 1 [ Got caught by the unexpected; appeared to be Consistently prepared, Set high but realistic Exceptional preparation. Always looked beyond 7 | NO
PREPAREDNESS: controlled by events. Set vague or unrealistic oals. Used sound criteria fo set priorities and immediate ‘events or problems.  Skillfully
goals. Used unreasonable ~criteria to set eadlines. Used quality tools and processes to balanced  competing demands.  Developed
” . ine qoal priorities_and deadlines. Rarely had plan of develop  action = plans. ~ ldentified key strategies with confingency plans. Assessed
Abilty to anticipate, determine g o action. Failed to focus on relevant information. information.  Kept 'supervisors and  stake- all aspects of problems, Including underlying
'd‘?"r!i{fy mﬁvg";d'.m"ﬂmagogé Je holders informed. issues and impact.
riorities and deadlines, velo
Dloteges. e O O O 0|0
b. USING RESQURCES: Concentrated on unproductive activities or Effectively managed a variety of activities with Unusually skilled at bringing scarce resources
often overlooked critical demands. Failed to available “resources. Delegated, empowered, to bear on the most critical of competin
Abiity to manage time, materials use people productively. Did not follow up. and followed up. Skilled time manager, demands.  Optimized productivity  throug
inforr¥1ation mo?,%e and’ people (ie. Mismanaged information, money or time. budgeted own _ and  subordinates’ time effective  delegation,  empowerment, and
al CG com y'ts aspeov?ell P Used ineffective tools or left Subordinates p uctlveleﬁ Ensured  subordinates  had follow-up control. Found ways to
extemndl ublicg)me : without means to accomplish tasks. adequate fools, materials, time and direction. systematically reduce cost, efiminate waste,
emal p : Employed wasteful methods. Cost conscious, sought ways to cut waste. and improve éfficiency.
O 00
¢. RESULTS/EFFECTIVENESS: ’ Routine tasks accomplished with difficulty. Got the job done in all routine situations and in Maintained optimal balance amor;? quality,
Raegults of;ten late ortof %oor uality. Wortk tr:ja{:y uglqtsual onessréd\l\éc;,ﬂl;1 éug? gmbeol¥d ,an(g of qugntlt 8 aé)d attlm'ehne?ks of work.edQu nytg{.own
; ; i ol a negative impact on department or unit. igh” quality; requi ubordinates. and subordinates' work surpassed ex ions,
i(r)n“am of a,%anr()tlty. timeiness - and Mainlair%gg! thap stows quo  despite Rgsul S ha%.a pr%%itive.impact on department or Results had a significant prgsai?ive impact on i
pac : opportunities to improve. : unit. ~ Continuously improved  services and or Coast Guard.” Established clearly effective
organizational effectiveness. systems of continuous improvement.
@) @) 0|0
d : Unable fo gauge effectiveness of work or Receptive to_change, new information, and Rapidly assessed and adjusted to changi
ADAPTABILITY. make adjusf?ngﬁts when needed. Overlooked ‘technglogy‘ Effectigeiy used benchmarks to cor?ditljcl)ns new info,rmatic;n and techn%nlgg?
Ability to modify work methods and or screened out new information. improve performance and service. Monitored Very skilled at using and resgondmg 0
orities in y nse  to  new Overreacted or responded slowly to change in Erogrqss and changed course as required. measurement indicators. hampioned
D o, chanaa eanditions. o diroction or envionment. Ineffective in ffectively dealt with pressure and ambiguity. or,?ﬁnlzatlonal improvements, Ef_fectlvel¥ dealt
i Chens ' ambiguious, complex, or pressured situations. Facilitated smooth transitions. with extremely complex situations. Tumed
unexpected obstacies. Pres?]ure and ambiguity into constructive forces
or change.
o @) ®) @) 010
. PROEESSIONAL COMPETENCE: Questionable competence and credibility. Competent and credible authority on specialit Superior expertise; advice and actions showed
@ Operational or spec?aﬁity ewmsg inadequate or operauonal iSSues. Acque?j andpgcpphe% greeae brea%eth and depth of knawledgie.
Ability ; d share or lacking in key areas. Made little effort to excellent operational or specialty expertise for emarkable grasp of complex issues, concepls
toohica o appla)a A gt grow professionally. Used knowledge as assigned duties, Showed professional growth and situations. Rapidly developed profession
e e and ol ottt power ‘against others or bluffed_ rather than throlgh  education, training and professional growth beyond expectations. ~ Vigorously
dnowgttige s :jsrassocl lurios acknowledging  ignorance. _ Effectiveness ading, nowledge and information conveyed knowledge, directly resulling in
escantp o tmes.h (nl%u o reduced due to fimited knowledge of own with others clearly and scmplfy. Understood ncreased workplace . productivity.  Insightful
operational aspects such as mafine organizational role and customer needs. own organizational fole and customer needs. knowledge of own role, customer needs, and
safety, seamanship, amanship, value of work
SAR, elc., as appropriate.) O O . O . O OO0
COMMENTS:

Previous Edition Obsolete
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Measures an officer's ability to commu

nicate in a positive, clear, and convincing manner.

4. COMMUNICATION SKILLS:
1

kej
roles and disCouraged. thg leve! of risk-taking

expand their roIeAsI handle important tasks and

2. SPEAKING AND LISTENING: Unable to effectively articulate ideas and facts; | 3 | Effectively expressed ideas and facts in| 9 | Clearly articulated and promoted ideas before a| 7 | NO
lacked prey l ion, conﬁdenc%’l e%” jc. Used mdtmdual and tgr?up ‘t:'sjttuatmns; non-verbat yndgo {ﬁ“ eofalI audr{gnce?; accomplushed,tsgte_aker
" . . in riate language or rambled. Nervous or actions  consistent with spoken message. in ormal and extemporaneous_situations.
Ability to speak effectively and listen dis r%cr%?ng mngnr?egfisms detracted  from Communicated to people at all levels to pr Adept at presenting com o or sensitive issues.
to understand. message. Fatled to listen carefully or was too understanding. Listened carefully for intended Active listener; remarkable ability to listen with
argumentative. message as well as spoken words. open mind and identify key issues.
O O O 0|0
b. WRITING: Written material frequently unclear, verbose, or Written material clear, concise, and logicall Clearly and persuasively e ed
poorly organized.req Seldoym proofread.  Often organized. Proofread conscien?l%usly}f contrg:/erqial l,)ematerig,_ ydiré(&rlssscpn&%g{iﬂe y ,?5
Abilty to express facts and ideas submitted” comespondence.  which  was Cormespondence 3rammahcallg correct, tailored stated objectives. Written or published material
clearly and convincingly. grammatically incorrect, tailored to wrong to audience, and delivered by an appropriate brought credit o the Coast Guard. Actively
' audience, or delivered by an inappropriate medium. Subordinates’ material reflected same educated subordinates in effective writing.
O medium. O high standards. O O [o]Ke)
COMMENTS:
5. LEADERSHIP SKILLS: Measures an officer's ability to support, develop, direct, and influence others in performing work.
a. LOOKING QUT FOR OTHERS: 1| Seldom recognized or responded to needs of | 3 | Cared for people. Recognized and responded to | 3 | Aways accessible, Enhanced overall quality of| 7 | NO
people; left outside resources untapped despite their needs; referred 10 outside resources as life. " Actively contributed to achieving balance
" . apparent need. Ignorance of individuals' appropriate.  Considered individuals' capabilities among unif requirements, professional and
Ability to consider and respond to iities
Yy P°.|.. capabilities increased chance of failure. to maximize opportunities  for ~ success. personal responsibilities. Strong advocate for
others personal needs, cap?butlesd Seldom recognized or rewarded deserving Consistently recognized and rewarded deserving subordinates; ensured adopropnate and timely
anglic%cﬁéﬁvgwgk-ﬁf%u%%ongep% ang subordinates. subordinates. recognition, both formal and informal.
e O O O @) O O 0|0
b. DEVELOPING OTHERS: Unreasonably restricted  opportunities  for Supported and grovided opportunities  for Created challenging situations which optimized
professional * growth; t others in narrow professional growth.  Encouraged others to professional  development = and  maximized

opportunig;j for success. Guided, coached, and

Ability to influence or direct others in
accomplishing tasks or missions.

Showed difficulty in directin
others. Low or unclear work sfandards reduc
productivity. ~ Failed to hold subordinates
accountable for shoddy work or imesponsible
actions.  Unwilling to” delegate _authontfy to
increase efficiency of task accomplishment.

commitment, Set high work standards; clearly
articulated job requirements, expectations and
measurement  criteria;  held subordinates
accountable.  When aPpropnate,, delegated
tautEonty to those directly responsible for the
ask.

Abity to use coaching, counseling, necessary for leamin timel leam by doing. Allowed the appropriate level of encouraged others to reach new levels of
g{‘ﬁer;?'"'"gfgg?o‘;,g‘} ggegnb”'r}'féﬁ for foadbakleft subordinales guessing. d risk-tak’llr)gh ness for Ieaam_pﬁ\ Pand mission perfonna_gnceA Adeptly counseled others; identified
pre pment. accO{nphts_ mf%rgdb kwded timely praise and professronaltpotentlal, strengths and areas for
constructive feedback. improvement,
@) @) @) @) @) Q1O
¢. DIRECTING OTHERS: or _influencin A leader who eamed others' support and An inspirational leader who motivated others to

achieve results not normally - attainable. Won
people over rather than imposing will.
articulated vision; empowered subordinates to
set goals and o Ihectnves to accomplish tasks.
Moditied leadership styles to t  meet
challenging situations. o

d. TEAMWORKC

Ability to manage, lead and participate
in teams, encourage cooperation, and
develop esprit de corps.

Used teams ineffectively or at wrong times.
Conflicts mismanaged or often left unresolved,
resulting in decreased team effectiveness.
Excluded team members from vital information.
Stifled group discussions or did not contribute
productively.  Inhibited cross  functional
cooperation to the detriment of unit or service

Skillfully used teams to increase unit
effectiveness, quality, and service. Resolved or
managed group conflict, enhanced cooperation,
and involved team members in decision process.
Valued team participant. Effectively negotiated
work across functional boundaries "to enhance
support of broader mutuaj goals.

Insightful use of teams raised unit productivity
beyond expectations. Irilf?plred high level of esprit
de” cops, even in difficult situations. Major
contributor  to  team effort.  Established
relationships and networks across a broad range
of paople and groups, raising accomplishments ‘of
mutual goals 0 a remarkable level.

O | g0as. O @) Q10
e. WORKPLACE CLIMATE: Intolerant of individua! differences, exhibited Sensitive to individual differences. Encouraged Excelled at creatin? an environment of faimess,
discriminatory  tendencies toward others. open communication and respect. Promoted an candor, and respect among individuals of diverse
Abllty to value individual differences Tolerated or contributed to an uncomfortable or environment which values ~ faimess, dlgrmty, backgrounds and positions. Optimized use of
and * promote  an  environment of rading ~ environment.  Failed fo take creatlvmg“ and diverse perspectives. Took different perspectives and opinions. Quickly took
ivolvement innovation open responsi I|t¥ for own words and actions and responsbility for own words and actions and action against behavior inconsistent with Coast
communication and respect. their impact on others. Failed to support or their impact on_others. Fully supporied and Guard human resources policies, or which
g enforce Coast Guard human resources policies. enforced Coast Guard human résources policies. detracted from mission accomplishment.
®) ®) o ®) 0|0
f. EVALUATIONS: Reports were frequently late. Naratives Reports  consistently submitted on time. No reports submitted late. Naratives were
The extent fo which an officer, as inacpgﬁrateorof por%cll'qu ltg‘ Failed to uphold Naﬁ%t_ives were _1‘air,y concisg, and contained insighttul, of thpngi’ghest aﬂ(uality, and aways
Reportedon ~ Officer  and  rater service performance Standards by assigning specific observations of action and impact. supported _assil marks. ~ Subordinates
conducted o uired _ others. 10 accurate marks. Reports_required” revision or Assigned  marks against standards. Few material reflected same h;gR[\ st s. No
conduct_accurate, timely evaluations intervention by others. Failed to mest own rego s, if any, retumed for revision, Met own reports retumed for revision. "Retumned reports to
for enlisted. civilian "and  officer OES responsibilities as Reported-on Officer. OES responsibilities as Reported-on Officer. subordinates when appropriate.
parsonnel. O O O O ®) O ®)
COMMENTS:
6. SUPERVISOR AUTHENTICATION ) (YYYY/MM/DD)
2. NAME AND SIGNATURE b. GRADE [c. SSN d. TITLE OF POSITION 6. DATE
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7. REPORTING OFFICER COMMENTS: Provide additional information to supplement or amplify the Supervisor's evaluation.

8. PERSONAL AND PROFESS
1

{ONAL QUALITIES: Measures selected qualities which illustrate the individual's
5

character.

a. INITIATIVE:

Ability to originate and_act on new
ideas, pursue opportunities to leam
and develpdp, and seek responsibility
without guidance and supervision.

o

Postponed  needed action. Implemented or
supported improvements only when directed to

do so. Showed little interest in career
development.  Feasible improvements in
methods, ~ services, or products went
unexplored.

3

O

Championed improvement through new ideas
methods, and practices; self-starter. Antxclpated
problems and" took Frompt action to avoid or
resolve them. Sought opportunities for own car-
eer development. Pursued produgtivity gains and
enhanced mission performance by applying new
ideas and methods. O

@)

Aggressively sought out additional responsibility.
A" self-learner. e worthwhile ideas and
ractices work when others might have given up.

tremely innovative. Optimized use of new

ideas and methods to improve work processes,
decision-making, and service delivery.

b. JUDGMENT:
Ability to make sound decisions and

Decisions often displayed poor analysis. Failed
to make necessary decisions, or jumped to
conclusions  without  considering ~ facts,
altematives, and impact. Did not effectively

Demonstrated _analytical thought and common
sense in making decisions. Used facts, data
and experience, and considered the impact of
atematives. Weighed risk, cost and time

Combined keen analytical thought and insight to
make appropriate decisions. Focused on the key
issues and the most relevant information, even in
complex situations. Did the right thing at the right

in others; accountability for own ang
subordinates’ actions.

not to speak up or get involved. ' Provided min-
imal support for decisions counter to own ideas.

ideas mmitted, to the successful

achievement of organizational goals.

provide _valid - recommendations by weigh risk, cost, and time considerations. considerations. Made sound decisions prompt! fime. Actions indicated awareness of impact and
using - facts, RpeenCe ST Of 1K, G0S% wilh the beat svaiiable iformation. - PP implications of decisions on others. pac
sense, and analytical thought. 0O 0O 0 O
c. RESPONSIBILITY: Actions demonstrated _questionable ethics or Held seff and subordinates personally and Integrity and ethics beyond reproach. Always
lack of commitment. Tg(erated indifference or professionally accountable. Sp%?(e upywhen held self and subordinaw! to highpw standardgy of
sy to oot ethcall, courageously,| | FalSd o hd suboidinates scoountabl, Floued | |y, O et Soims g | | PR ven et e e o
, & : organizati T itions. anizational policies an right thing even when it was difficult. Succ
and dependably and inspire the same rithatie confronting thepn? as reqm}r)ed. Tended aﬁisions whic"mnay Rave baca counter o own i makin% even unpopular policies or decisions

demonstrated  unwaverin,
to achievement of organizationa

work. ~ ~Actions
commitment
goals.

d. PROFESSIONAL PRESENCE:

Ability to bring credit to the Coast
Guard  through = one's  actions
competence, demeanor, an
appearance.

Unaware of general CG  objectives;
uncooperative or biased in interactions. Lost
composure in_difficult situations. Conveyed
poor image of self and CG. Ignorant of or
slogpy with common military courtesies.
Utn %mrli appearance and grooming below
standard.

Knowledgeable in how CG objectives serve the
%ubhc; cooperative and fair in all interactions,

omposed in difficult situations. Conveyed
positive image of seff and CG. Well versed in
mifitary etiquette; precise in rendering and
upholding military courtesies. Great care in
uniform appearance andcgnoomlng‘

Always self-assured, projected ideal CG image.
Poised in response to others’ provocative actions.
Contributed 'leadership role " in ~civilian/mifitary
community,  Exemplified finest traditions of
military customs ‘and protocol,  Meticulous
uniform  ap) nce and grooming;  inspired
similar standards in others.-

e. HEALTH AND WELL-BEING.

Ability to invest in the Coast Guard's
future by caring for the physical health
a{\#ergmtional well-being “of self and
others.

Failed to meet minimum standards of weight
control or sobriety. Tolerated or condoned
others’ alcohol abuse. lom ~ considered
subordinates' health and well-being. Unwilling
or unable to recognize and manage stress
despite apparent need.

Maintained weight standards. Committed to
heaith and well-being of self and subordinates.
Enhanced personal  performance  through
activities supporting physical and emotional
well-being.  Recogriized "and managed stress
effectively. O

Remarkable vitality, enthusiasm, alertness and
energy. Consistently contributed at high levels,
Optimized  personal  performance  through
involvement in activities which supported Jshysmal
and emotional well-being. Monitored and helped
others deal with stress, enhance health and
well-being.

COMMENTS:

9. COMPARISON SCALE (FOR GRADES W2 TO 02): Compare this officer with others of the same grade whom you have known in your career.

UNSATISFACTORY A QUALIFIED ONE OF THE AN EXCEPTIONAL A DISTINGUISHED
OFFICER MANY COMPETENT PROFESSIONALS OFFICER OFFICER
WHO FORM THE MAJORITY
OF THIS GRADE
| O - | O |

10. POTENTIAL: Describe ability to assume greater leadership roles and responsibilities {(e.g. command, special assignment, promotion, and special skills).

11. REPORTING OFFICER AUTHENTICATION

{YYYY/MM/DD)

a. NAME AND SIGNATURE

b. GRADE |c. SSN

d. TITLE OF POSITION

e. DATE

12. REVIEWER AUTHENTICATION a.

COMMENTS ATTACHED (Required when the Reporting Officer is not a Coast Guard Officer or Coast Guard SES.)

b. NAME AND SIGNATURE

c. GRADE [d. SSN

6. TITLE OF POSITION

f. DATE
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INSTRUCTIONS

The Officer Evaluation Report (OER) primarily provides
information for officer corps promotion, selection, and assignment
determinations. Secondary purposes include: (1) prescribing common
standards of expected performance; (2) reinforcing Coast Guard values;
and (3) acting as one means of performance feedback for the Reported-on
Officer.

PURPOSE:

GUIDING INSTRUCTION: Chapter 10-A of the CG Personnel Manual,

. COMDTINST M1000.6 (series), contains all official guidance on OES

requirements.

RESPONSIBILITIES: All Coast Guard officers and raters of CG officers
should be aware of their OES responsibilities as outlined in the CG
Personnel Manual.

SUBMISSION SCHEDULE:

Grade Active Duty 1DPL
Captain Apr Apr
Commander Mar Mar
Lieutenant Commander Apr Apr
Lieutenant May May
Lieutenant (Junior Grade) Jan and Jul Jul
Ensign Mar and Sep Sep
Chief Warrant Officer (W4) Apr Apr
Chief Warrant Officer (W3) Jul Jul
Chief Warrant Officer (W2) Jun Jun
Notes:

(1) An OER period may be extended for up to 92 days (semiannual) under
certain conditions. Consult PERSMAN for further guidance.

(2) OERs for IDPL grades of CAPT, LTJG, and ENS are annual. All other
IDPL OERs are biennial.

(3) Officers assigned to DUINS follow an annual/semiannual schedule
according to school terms.

PREPARATION CHECKLIST (OPTIONAL):
Administrative Dat D L f Duties (Secti 1 and 2)
All fields completed (enter dates in YYYY/MM/DD format; enter only

one occasion for report, ieave 1.c. blank if active duty).

Primary duty underlined or capitalized (no other text enhancements,
such as underlining, bolding, or all capital letters, are allowed
throughout the OER).

Attachments listed (only personal award citations, punitive letters, or
letter reports for senior service school allowed).

Perf, Evaluation (Sections 35 and 7-8

Marks assigned according to standards which most closely describe
Reported-on Officer's performance during the period.

Specific examples cited for each mark which deviated from "4".
When applicable, comments on seamanship or airmanship ability are
distinct.

C . Rating Scale and Potential (Sections 8 and 10}

Section 9 mark assigned according to the instructive clause
on the form.

Comments describe Reported-on Officer's overall potential for greater
responsibility (include, as appropriate, recommendations for promotion,
special assignment, and command).

TIMELINE:
21days before end of period:
Reported-on Officer submits to Supervisor a list of significant
accomplishments during the period, supporting documents (as
required), administrative data required for OER Section 1, and a
. completed OER page 4.
i0days after the pericd:
Supervisor sections of OER due to Reporting Officer.
30days after the period:
Supervisor and Reporting Officer sections due to Reviewer.
Reviewer sends completed OER to OER Administrator.
45days  after the period:
OER due to CGPC for review and entry into official record.
RESTRICTIONS:

Raters shall not mention a Reported-on Officer's: (1) First name; (2)
Non-selection for promotion, including allusions thereto; (3) Record appeals;
(4) Psychological or medical conditions; (5) marital or family status (including
pregnancy); or (6) Performance observed outside the reporting period. Raters
also shall not: (1) Expressly evaluate or place emphasis on gender, religion,
color, race, or ethnic background (applies to both member and third parties), (2)
Refer to any third party by name; or (3) Include information which is subject to
a security classification. See PERSMAN for additional restrictions that apply
to disciplinary proceedings.

TIPS FOR EFFECTIVE COMMENTS:

1. Be specific.

Concisely describe the performance by relating the action observed
and its impact; quantify the action whenever possible and explain why it was
important; avoid empty superlatives. Do not repeat the dimensions.

2. Save space.

Use information bullets; reduce the use of pronouns; use member's
name sparingly, if at all; use action verbs and semicolons; and avoid excess
words. Acronyms and abbreviations are effective only if they are common to
all Coast Guard communities or are initially defined in the comments.

3. Beclear.
Don't lose the meaning; watch for cryptic comments.

-

13. RETURN ADDRESS. (Name and address to which a copy is sent after filing the original in the officer's record.)

14. OER ADMINISTRATOR REVIEW:

Initials: b. Date:

—I a.

PRIVACY ACT STATEMENT

This information is requested under the authority of 14
U.S.C. 833 to determine an officer's suitability for
promotion or job assignment. Submitting this
information is mandatory. Failure to provide it could
adversely affect promotion opportunities and job
__l assignments or lead to disciplinary action.




